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ABSTRACT 

The Project Leadership m Educational Administration 
Development (LEAD) consists of the emerging leaders program, 
administrative internships, seminars for effective school leadership, 
and peer-assisted learning programs. Project LEAD'S essence is rooted 
m the need to understand school environment functions and 
operations, local impacts 9f national/global issues, and the District 
of Columbia's public school system. To assess the program's impact on 
emerging leaders and administrative interns during the 1988-90 school 
years, three survey instruments were mailed to 56 participants (33 
respondents) and one survey was sent to 15 mentor principals (14 
respondents). Research questions asked about participant experiences, 
numbers of participants, program strengths and weaknesses, effects on 
participant employment, mentor principal experiences, and how to 
improve the programs. Findings indicate that Project LEAD is caurrying 
out its professional development and prepsuration function, but it is 
too early to determine if the training pays off. Recommendations 
include continuing the selection of quality faculty facilitators and 
developing a procedures manual to guide training activities. Appendix 
A outlines the study's evaluation design elements and timeline. 
Copies of surveys are given in Appendix B. (EJS) 
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EVALOATION OF P ROJECT LEM) PI«)GRAMS 
IN ^ ni^^l^l^ PUBLIC SCHOOLS 



Introduction 



selected to participate in the program. Project LEAD consists 

will be evaluated in this study. 

Proiect LEAD has been operating for three funding cycles. 
Durinrthis period, 20 participants have completed the Emerging 
Leaders Program and 35 DCPS staff persons have completed the 
Administrative Internship Program. 

The Bmerqing Leaders Program which provides strategic 
ii^arnina activities organized around four basic areas of 
leaSeiShip develop^^^^^ vision, communication, assessment 

anf knoSledgl! This program was developed as a pre-internship 
experience. 

The design of the administrative internship is based on 
the premise \hat excellent leaders orchestrate effective 

schoo^ls! Thus, the goal of the P"\"j» .^^f/^^^^^^^^^ 

progress and achievement by increasing the quality factor xn 

site-based leadership. 

The essence of the program is rooted in three crucial 
needs that every successful school manager must roeetj 

o The Need to Understand the «'"»5^iS"^^«?2,^?"**^t8ed 
of the Total School Environment— Bach intern, based 
on his or her background and ^^P^rience, is assigned 
to work as an administrator-in-training "n^e%the 
supervision of an outstanding mentor principal from 
mid-August until the end of June. 

This -on-the-job- training provides a two-way 
opportunity. One, the intern has the chance to 
demonstrate his or her competencies and two, the 
administrator can observe and evaluate his or her 
performance prior to promotion. 
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This experience also provides the opportunity for the 
trainee to fully understand the responsibilities and 
expectations for local school leaders in the 
administration of effective schools. 

o The need to Understand National and Global issues and 
their Impact on the Local Level— Interns are enrolled 
in a special six-hour graduate level course which 
involves some of the most dynamic educational leaders 
in the area to work with them on current trends and 
issues. 

The growing Hispanic population in the District of 
Columbia and predictions of the linguistic future in 
this country promoted the requirement for the interns 
enrollment in a two-semester conversational Spanish 
course. 

Finally, the group spends ten days during the summer 
at a Kettering Foundation Seminar on current trends 
in education at Lawrence University, Appleton, WI. 

o The Need to Understand the District of Columbia 
Public School System: How it Operates and How to 
Function Effectively in it-interns are involved in 
a weekly two-hour seminar on operations in D,C, 
Public Schools. These sessions are generally 
conducted by top managers and parallel the graduate 
course. For example, when national trends in 
curriculum have been discussed, the follow-up seminar 
session has been focused on the local curriculum. 

The interns are assigned to mentors who are heads of 
divisions in Administrative Services and Human 
Resource Management during July and August. This 
experience, which reportedly has proven so valuable 
to the participants, rounds out their understanding 
of school management from the centralized 
perspective. 

Each intern is required to follow the work of one 
Board of Education Committee throughout the 
internship. This experience provides an 

understanding of the work of the Board and insight 
on the development and implications of school 
policies. 

These important programmatic elements are bonded by 
collegiality and networking not only between the trainees 
themselves, but also between intern and mentor, intern and 
course presenter, intern and the administrative contacts made 

2 



7 



in Wisconsin. This professional network is an invaluable human 
resource for the site-based manager. 

The interns' work is evaluated based on performance 
objectives r the technical competencies and administrative 
skills exhibited in obtaining those objectives. A narrative 
report is written on each participant and submitted to the 
Deputy Superintendent of Human Resource Management. 

A strong concentration is placed on work in urban schools, 
the District of Columbia in particular. Interns are fully 
indoctrinated in the acceptance of all cultures and children. 
They are trained to be politically astute, and they understand 
the necessity of staff and community empowerment. 

Based on academic preparation and teaching background, 
interns are assigned to schools at their level of expertise and 
interest. Due to the limited number of assistant 
principalships at the elementarv level, some interns have 
worked at the junior high level to widen their windows of 
opportunity after the internship has been completed. 

LEAD Programs for 1989-90 

An intensive program for 20 potential emerging educational 
leaders, 15 LEAD Administrative Interns and 15 LEAD principals 
was initiated for SY 1990. The program included: 

1. Internships: 

On site training experience for LEAD 
Administrative Interns is now the central 
activity of the ^:kOgram. Interns were 
placed in schools for a period that began 
on September 1, 1989 and lasted until 
the Summer, at which time they were 
assigned to central administrative 
mentors until August 1990. 

2. AcadeK.lc Course Work: 

six graduate credits will be provided for a year 
long course entitled "The Effective School 
Leader: Managing Productive Schools". 

3. Mentor Principals: 

A seminar and training sequence for LEAD 
principal mentors entitled "The Role of the 
Principal as a Mentor" will be held monthly. 

4. Peer Assisted Leadership (PAL) Program: 

Peer Assisted Leadership Training for 
approximately 60 principals and assistant 
principals was provided. This program 
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continued the training of trainers* 
activities provided by Par West Laboratory. 

5. Emerging Leaders Programs 

This program provides the opportunity for 
participants to explore leadership through a set 
of strategically planned activities that develop 
their potential to become leaders. Training 
includes four models: 

(1) Essentials of Leadership - vision 

(2) Basic Tools of Leadership • 

Communication 

(3) Measurement of Leadership - Assessment 

(4) Issues Related to Leadership - 
Knowledge 

6. Supporting New and Continuing Leaders s 

This program provided on-going support and 
leadership development activities for individuals 
who are new to the principalship and assistant 
principalshipf those re-assigned to these positions 
from central administrative assistants to target 
specific areas of school improvement. 



Purpose of the study 

The purpose of this investigation is to assess the impact of 
Project LEAD (Leadership in Educational Administration 
Development) experiences on administrative interns and emerging 
leaders during the last three school years (SY's 88-90). An 
evaluation is being conducted during 1990 for two reasons: 



1. No systematic feedback has previously been collected from 
program participants, and 



2. Federal funding requirements specify that programs/ 
projects receiving federal funds provide evidence of impact/use. 



To accommodate the need for systematic evaluation f-yi the 
District of Columbia Public Schools (DCPS) and the United States 
Department of Education (DOE), this study is designed to collect 
systematic data from administrative interns, emerging leaders and 
mentor principals who havt participated in Project LEAD so that 
the impact, success, of the project can be summarized for the 
funding agents and policy makers in DCPS. The following research 
questions will be asked: 
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1. What has been the experience of participants in 
Project LEAD? 

2. How many administrative interns/emerging leaders 
have been trained via Project LEAD? 

3. What have been the strengths and weaknesses of 
Project LEAD according to participants? 

4. What has happened to Project LEAD participants 

in terms of employment after the internship/training 
experience? 

5. What has been the experience of Mentor Principals 
who have participated in Project LEAD? 

6. Bow might Project LEAD be improved or expanded? 



PROJECT LEAD EVALUATION DESIGN 



Methodology 

Staff in the Research and Evaluation Branch developed three 
survey instruments based on the program components of the Emerging 
Leaders and Administrative internship Programs. Survey 
instruments were composed of items on the participants attitudes 
and experiences and Project LEAD program strengths/needs (for the 
component(s) in which they participated). A survey of impressions 
and experiences was also developed for mentor principals. Survey 
instruments were reviewed by the DCPS Project LEAD director and 
other school personnel and edited for clarity and form. 

The survey instruments were mailed to former participants in 
the emerging leaders and administrative internship programs during 
January 1990. Pollow-up surveys were mailed during March 1990 to 
non-respondents. School Year 1990 administrative interns were 
mailed surveys during the Summer of 1990 near the end of their 
internship experience. Mentor principals were mailed surveys in 
January 1990 with a follow-up mailing during March. 

Data Analysis Procedures 

Descriptive statistics (frequency distributions, 
means/medians r etc.) will be computed to summarize the 
demographics and survey responses of Project LEAD participants 
(e.g., educational background, areas of certification, impressions 
of the program, etc.). 
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The first section sumroarizes deisographic characteristics of 
administrative interns, emerging leaders and mentor principals. 

Administrative Interns: A total 27 of 35 (77%) participants in the 
Administrative Internship program responded to surveys administered 
during January (for SYs 1988 and 89) and June (for SY 1990). Five 
of a possible 10 (50%) respondents were program participants during 
SY 1988, 10 of 10 (100%) from 1989 and from 1990, 12 of 15 (80%). 
Twenty-three percent (8) of the administrative interns were former 
participants in the emerging leaders program. Three (21%) of the 
interns were working on an advanced degree at the time of their 
participation in the program. 

Emerging Leaders; A total six of 21 (29%) participants in the 
Emerging Leaders program responded to the survey administered in 
January 1990 for SY 1989. (An additional eight respondents were 
only administered the Administrative Intern Survey, even though 
they had formerly participated in the Emerging Leaders Program, 
bringing the overall response rate for this group to 67%.) Their 
average length of service in DCPS was 26.5 years. Two (33%) of the 
participants were working on advanced degrees at the time of their 
participation in the emerging leaders program. 

Mentors 8 A total 14 of 15 (93%) principals serving as mentors for 
the Administrative Internship responded to the survey mailed during 
January 1990. 

The next section summarizes the findings of the study linked 
to the six evaluation questions which form the basis for this 
study. 

1. What has been the experience of participants in 
Project LEAD? 

Administrative Internet when asked to rank the top three reasons 
tor their participation in this program, interns cited, in order, 
(1) enhanced opportunity to become an administrator/principal, (2) 
desire to have direct input into policy making activities related 
to schools and (3) recommendation of the principal or another DCPS 
administrator. The internship experiences ranked as having the 
greatest impact on the participants professional development were 
(1) the mentor-internship experience, (2) overall administrative 
internship experience and (3) the opportunity to experience/learn 
the operations of different administrative work settings, 
respectively. 
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In terns of program components, interns indicated that the 
Summer IDEA Fellows Program foe School Administrators was very 
effective (71%) and presentations made by principals and central 
administrators to interns usually beneficial (79%). Suggestions 
for improving the course, "The Effective School Leaders Managing 
Productive Schools," included (1) provide additional field 
experiences, (2) select better prepared instructors, (3) refine 
course content, (4) visit schools in adjacent school systems and 
(5) visit sites with effective and ineffective school leaders. 

In terms of time for the program, interns believed that the 
amount of time allocated for the administrative internship was 
adequate (89%) . The minimum amount of time that should be 
allocated was divided between 12 months (59%) and two semesters 
(30%). Most mentor principals (71%) believed that the amount of 
time allocated for the internship experience was adequate. When 
asked to indicate the amount of time they felt appropriate to the 
internship experiences, 64% indicated 12 months while another 21% 
indicated two semesters. 

Emerging Leaders Participants: Ranked highest by participants in 
terms of the reason for applying to the Emerging Leaders program 
was (1) recommendation of a principal/administrator with enhanced 
opportunity to become an administrator and opportunity for 
professional development ranking as second and third, respectively. 
Participants indicated that the overall experience of being in the 
emerging leaders program had the greatest impact on their 
professional development with staff development experiences ranked 
second. Perceived as the greatest benefits of the Emerging Leaders 
program were (1) administrative training and (2) specific 
seminar/workshop experiences. 



How many administrative interns/emerging leaders have 
been trained via Project LEAD? 




Administrative Internst A total of 35 DCPS employees have received 
training In the Administrative Internship programs 10 each during 
SYs 1988 and 1989 and 15 during 1990. 

Emerging Leaders; A total of 39 DCPS employees have participated 
in the Emerging Leaders program: Twenty-one each during SY 1989 
and 18 during SY 1990. 

3. What have been the strengths and weaknesses of 
Project LEAD according to participants? 

Perceived to have been the greatest benefit of the 
administrative internship experience (ranked) were the (1) mentor 
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principal with whom the intern was placed, (2) hands-on 
administrative training and (3) opportunity to interact with high 
level policy makers. The greatest weaknesses were the 
unavailability of an administrative pidc»;inent following the 
internship experience and having to potentially return to the 
classroom after the training period ended. 

Mentor principals ranked involvement in the overall internship 
experience as the factor that contributed most to the professional 
development of the interns. The greatest benefit of the program 
was the administrative training provided to interns and the 
administrative placements provided following the internship year. 
Presentations to interns made by central administrators and 
outstanding principals were perceived to be beneficial (93%), The 
greatest weakness of the program was the lack of an administrative 
placement for interns following the internship year which resulted 
in some interns having to potentially return to the classroom. 

Emerging leader program participants indicated that having to 
return to the classroom after completing the program was the single 
greatest weakness of the LEAD program experience. No element of 
the Emerging Leaders program was identified as ineffective. 



What has happened to Project LEAD participants 

in terms of employment after the internship experience? 



Twenty (74%) Administrative Interns were classroom teachers 
prior to being selected for participation in the administrative 
internship. At the time the survey was administered, eight (29%) 
of the former administrative interns were either principals or 
assistant principals in DCPS and 11 (41%) held administrative 
support positions. Five (19%) were either serving as counselors/ 
teachers or Deans of Students and two (7%) were serving as 
Assistants for Instruction. 

During their program participation, four (67%) emerging 
laaders program participants were classroom teachers/librarians and 
two (33%) were staff development coordinators. At the time of 
response, each occupied the same or similar positions. 



5. What has been the experience of Mentor Principals 
who have participated in Project LEAD? 

Fifteen principals have served as mentor principals for the 
Administrative Intern program. Of the 15, responses for 14 (93%) 
mentor principals served as the basis for this summary. Three 
(21%) of the principals had served as mentor principals since SY 
1988, four (29%) since 1989 and seven (50%) since 1990. Mentor 
principals had served for an average of 10 years as principals in 
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DCPS. Eleven of the 14 had previous experience as assistant 
principals. 

In terms of preparation/training to serve as mentors, 
responding principals rated the preparation provided by Project 
LEAD program for mentor principals and training provided by the 
LEAD program as very effective (64% and 43%, respectively). 

When r set of items were ranked in terms of their importance 
to the decision of mentor principals to participate in this 
program, ranked highest were (1) the desire to share experiences/ 
knowledge with aspiring principals, (2) opportunity for 
professional development and (3) opportunity to expand/extend 
beyond the school building routine, respectively. 

Mentors shared the following impressions of the Administrative 
Internship Program. Eleven of 14 mentor principals indicated the 
administrative internship program was very effective (79%) while 
10 (71%) indicated that Project LEAD was very effective. Of the 
experiences provided to interns, placement in a local school was 
rated highest (86% very effective). The intern assessment process 
and training that interns received on Friday were each rated by the 
majority of the mentor principals as somewhat effective (43% 
respectively) . 



How might Project LEAD be improved or expanded? 



A wide range of suggestions were provided by each group in 
response to this question. Responses, by reference group, are 
noted below. 

Administrative Internship Program; SY 1990 Administrative Interns 
made the following suggestions for improving the Administrative 
Internship program: (a) provide guidelines/directions for Mentor 
Principals so that interns will have a common set of training/ 
internship experiences (n»5), (b) provide additional pay (e.g., 
stipend, higher temporary salary grade, etc.) during the internship 
period because of the extra hours worked daily during the 12 month 
period (n«4) and (c) improve the selection process of Mentor 
Principals. 

Grouped suggestions for improvement from SYs 1989 and 1988 
Interns were (a) increase the salary for administrative interns, 
(b) provide additional field experiences, (c) give the opportunity 
for interns to work in different schools so that different 
leadership styles can be experienced, (d) allow all interns to 
participate in the PALS program, (e) allow interns to shadow summer 
school principals, (f) make summer working hours shorter, (g) 
longer period with some support during the first year of actual 
service, (h) have as program director someone who can truly help 
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iuterns a.,a (i) eliminate administrative internship training if no 
principalBhips are available. 

assurance for interns a^v&Ioo mid-year progress 

and/or an increase in pay (n.4) , <2) develop mi^ yea p ^ 
reports, (3) make the internship a two year P^^/^^^'^^^^'i^p^ent 
^Stl^SLeran^d-nf^oVa t^e'e^Vn^rfor^^nt^rnr^^ior to ?heir 
reporting to school internship sites. 

M-»«i-or nrincioals suggested the following ideas to improve 
thelr^l^rris VXi^l T| provide ^-iaelines/.anabooK t^^^^^^ 

principals for working "^^^ V£»«i„i^i„r8o that guidelines/ 
mentors prior to the "f.."" "^^ that involve 

procedures are <f ' ,ti!°°^*tXeek"^^^^^^ suwet 

!:^ii;:Ln«"tl ^c"n^"?al''' alffitra^^or'ani* (5) provide more 
?"eSrto'men\o"rV for 'their involvement with the program. 

Training/development activities that f-J^^^^il?^^ 

indicated they would like to have '?!°"\'2V "?aff 

Ml reaular orofessional development opportunities, 
deUloplenl wo%h%/semlnar prior " Interns. (3) more 

t"as?s%rrsVc°o"„d°%^^ e%^rr?elL:reS^r?U^e! 

»:ars| ^^^^^ 

K3"of^"\{t»v'^'iii^^^^^^ 

Principalship and (4) provide more hands-on opportunities. 



DISCUSSION 



essenli"a?i;'%a°r^rvi'nV' o^t^-^e^trofVssiri 'i^v^e^^ a d 
i^M^Jtiif ^ Many of the successful candidates from the Emerging 
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training experiences and assessment processes. After completing 
this component, successful interns receiving high ratings are 
believed to be sufficiently prepared to assume a building 
leadership position as a principal or assistant principal. To 
guide emerging leaders and administrative interns along the course 
of preparation are outstanding DCPS principals from effective 
schools who serve as mentors. Mentors are provided with some 
preparation and professional development activities. 

The perception provided by interns, mentors and emerging 
leaders is that LEAD works well. Responses to survey items 
indicated that adequate time was provided for the training of 
interns and emerging leaders and the experience is perceived by 
participants to be both positive and helpful. The only 
programmatic weak areas that respondents identified were (a) the 
need to refine the structured, classroom component ofl the training 
experience, (b) continued improvement in the selection of focused, 
prepared instructors for training experiences and (c) development 
of guidelines for mentor principals so that the training experience 
provided by mentors is consistent for all interns. (The latter 
comment was a theme commonly expressed by the 1990 Administrative 
Internship class.) 

The primary source of concern to LEAD participants is not 
endemic to the program jtself. Originally, expected outcomes of 
interns participating in the LEAD program administrative internship 
was placement into a principal/assistant principalship position 
during the year following the internship. The expected retirement 
of principals and assistant principals, however, did not 
materialize. Thus interns completing the LEAD program have been 
faced with the prospect of returning to the classroom or a position 
that is quasi-administrative. According to survey item responses, 
it is this factor that has been a source of frustration to 
participants in the emerging leaders and administrative internship 
programs as well as mentors. 

Thus the strategy for continuing to engage and reinforce the 
skills and positive training experiences of Project LEAD program 
participants until such time as pr incipalships becomes available 
may be the only programmatic response to factors external to the 
intent of the program. It is too early to determine if the 
training pays off. Too few interns have been placed as principals, 
but the next phase of evaluation should endeavor to assess what is 
happening at schools where Project LEAD program participants are 
at the helm. 



RECOMMENDATIONS 



Based on the findings generated from surveys administered to 
participants in Project LEADr the following recommendations for 
action have been proposed. 



1. Project LEAD staff should continue efforts to select 
stimulating, qualified faculty facilitators for the 
classroom component of Project LEAD programs and to 
better focus the classroom instructional component. 

2. A procedures/operations manual and internship experience 
action plan should be developed to guide training 
activities provided by Mentor Principals to assure 

that every intern is exposed to the same types of 
building and external experiences that promote sound 
school administrative and management practices. 

3. Since the goal of the Administrative Internship component of 
Project LEAD is to prepare a cadre of trained administrators 
to meet future management/administrative needs # interns 
receiving high evaluative ratings during a time when limited 
principal/assistant principalships are available should be 
considered for management support positions in central 
administration (e.g., executive assistants) until such time 
as appropriate building positions become available. The goal 
of these management placements would be to reinforce 
administrative skills learned and to increase knowledge of the 
central administrative function which could further expand the 
knowledge base of interns with the skills and expertise 
needed, when they become building principals, to interface 
with central administration. 

4. The Project LEAD Director should explore strategies for 
addressing the salary needs/equity for participants in Project 
LEAD serving as Administrative Interns and Mentor Principals. 
One question to be answered is to what extent (ratio) does the 
LEAD training experience provide additional services to the 
internship site as opposed to being a training experience for 
interns. The answer to this question should impact on plans 
to (or not to) supplement the salaries of program 
participants. 
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APPENDIX A 
[Evaluation Plan] 




Evaluation Design Elements 



Six (6) evaluation questions will be used to assess the impact 
of Project LEAD on program participants and trainers. Indicators 
of data to be collected and dat^ sources are listed following the 
evaluation questions (listed below) : 



1. What has been the experience of participants in 
Project LEAD? 

Data to be Collected: Number of administrative interns 
that have moved into principalships since participating; 
Number of participants in emerging leaders program that 
have served as administrative interns; Number of 
emerging leaders that have moved into principalships; 
Rankings^ by school year, of participants experiences; 
Sumijaries of experiences taken from structured interviews 
with a sample of participants across classes of 
participants. 

Data Sources: Survey instrument items. Project LEAD 
lists of participants and data from structured 
interviews. 



2. How many administrative interns/emerging leaders have 
been trained via Project LEAD? 

Data to be Collected: Number of administrative interns/ 
emerging leaders that have been trained since program 
inception. 

Data Sources: Project LEAD lists of participants 
and survey instrument demographic items. 



3. What have been the strengths and weaknesses of 
Project LEAD according to participants? 

Data to be Collected: Participants impressions of 
strengths and weaknesses. 

Data Sources: Data from survey and structured 
interview items that deal uith strengths and 
weaknesses of various program components. 
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What has happened to Project LEAD participants 

in terms of eii5>loyinent after the internship experience? 

Data to be Collected: Number of administrative interns 
that have moved into principalships since participating; 
Number of participants in emerging leaders program that 
have served as administrative interns; Number of 
emerging leaders that have moved into principalships; 

Data Sources: Survey instrument items. Project 
LEAD lists of participants 



What has been the experience of Mentor Principals 
who have participated in Project LEAD? 

Data to be Collected: Summaries of mentor principals* 
experiences taken from survey items and structured 
interviews with a sample of mentors. 

Data Sources: Mentor principal survey instrument 
items and data from structured interviews. 



How might Project LEAD be improved or expanded? 

Data to be Collected: Summaries of interns, emerging 
leaders and mentor principals* identified program needs 
and experiences taken from survey items and structured 
interview questions. 

Data Sources: Administrative intern, emerging 
leader participants and mentor principal survey 
instrument items and data from structured 
interviews. 
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Time-Lines 



Tasks 



Jan Feb Mar Apr May Jun Jul Aug Sep 



Develop 
survey 
instru- 
ments XXX 



Develop 
interview 
items XXX 



Conduct 

interviews X XX 



Hail 
surveys 



Tabulate 
survey 

data XX 



Prepare 

narrative 

for 

interview 

items XX 



Draft 

preliminary 

report XX 

Collect 
additional 
data from 
Class of *90 



XXX 

Jan Feb Mar Apr May Jun Jul Aug Sep 
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Jan Feb Mar Apr Nay Jun Jul Aug Sep 



Final report X XX 

Analyze 
data from 

adminis- XX X 

trators 

needs 

assessment 

Analyze 

successful/ 

unsuccessful 

components XXX 
of Project 
LEAD courses 



Develop an 
evaluation 
design for 

SY '91 XXX X 

Project LEAD 

program 



Jan Feb Mar Apr May Jun Jul Aug Sep 
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APPENDIX B 
[Copies of Surveys Administered] 
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Survey of Participants in Project LEAD 
Administrative Internships 



1. Year of Participation as Administrative Intern: 



2, Did you also participate in the Emerging Leaders Program? 

Yes No 
If yes , in what year did you participate? 

3. What position did you hold (and where) prior to 
participation in the Administrative Internship? 



4. How many years have you worked as a teacher in DCPS? 



5. Bow many years did you work as a teacher in another school 
system? 



6, How many years have you worked as a counselor/suooort 
personnel in DCPS? 



7. How many years have you worked as an administrator in 
OCPS? 



8. What position do you presently bold in DCPS? 



EDOCATION/CERTI FI CATION BACKGRODND 

9. When (what year) and where did you earn the B.A. degree? 
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10. When (what year) and where did you earn the masters 
degree? 



11. Were you working towards an advanced degree at the time 
you participated in the Administrative Internship? 
(Circle one) 

Yes No 
If yes, what degree were you pursuing? 



12. How many graduate hours had you completed in educational 
administration prior to becoming an intern? 



13. What administrative/management training experiences have 
you pursued (and what year)? (e*g*r DCPS Management 
Institute, Educational Policy Fellowship Program, etc.) 



14. In what educational areas are you certified? 



PREFEREKCES/ATTITUDES 

15. Rank the top thre e items (a rank of "1" is "high") in 
terms of their importance in your decision to participate 
in the Administrative Internship experiences 

Recommendation of 

pr incipal/administrator 



Enhanced opportunity to become 
an administrator /principal 

Improved salary potential 



(Continued on next page) 



Desire to have direct input into 
policy-niakinci activities related 
to schools 

Opportunity for professional 
development 

Chance to gain the perspective 
of a building administrator 
(understand the perspective of 
a building principal) 

Chance to move out of the 
classroom 

Other (Specify) 



16. In terms of your participation in the Administrative 
Internship, rank r in order of importance, the experiences 
that had t"He greatest impact on your professional 
development. 

Staff/professional development 

experience 

Mentor-internship experience 

Opportunity to experience/learn 

the operations of different 
administrative work settings 

Graduate course-work 



Participation in policy-making 
sessions with high level 
administrators/Board of Education 
members 

Overall internship experience 
Networking 

Other (Specify) 
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17, Rank the four (4) greatest benefits (•!• indicates 
"greatest benefit") of the Administrative Internship 
experiences 

Administrative training 

Administrative placement 

following LEAD internship 

Return to the classroom after 

participating in LEAD 

Amount of graduate credit earned 

Length of the internship program 

Continuation of regular salary 

during the internship year 

School site placement 

Mentor principal with whom I was 

placed 

Opportunity to interact with high 

level policymakers 

Opportunity to learn the 

operations of various DCPS 
administrative units 

Other (Specify) 



18. Rank the four (4) greatest weaknesses ("1" is "greatest 
weakness") of the Administrative Intek .hip experience: 

Administrative training 

Lack of an administrative 

placement following LEAD 
internship 

Return to the classroom after 

participating in LSAD 

Amount of graduate credit earned 

Length of the internship program 

Continuation of regular salary 

during the internship year 
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School site placement 

Mentor principal with whom I was 
placed 

Lack of opportunity to interact 
with high level policy-makers 

Lack of opportunity to learn the 
operations of various dCPS 
administrative units 

Other (Specify) 



19. Do you believe that the amount of time allocated for the 
Administrative Internship was: (Circle one) 

Too much Adequate Too little 

20. Prom the times listed below, rank the one time period that 
you believe is the aainimum amount of time that should be 
directed to the Administrative Internship: 

One semester 

Two semesters 

Twelve months 

Other (Specify) 



21. Did you encounter anj^ difficulties moving directly into 
an Administrative Internship (without previously 
participating in the Emerging Leaders Program)? 

(Circle one) yes No Not Sure 

If yes . Why? 



22. How effective do you believe has been the Summer IDEA 
Fellows Program for School Administrators: (Circle one) 

Very effective Somewhat effective Ineffective 
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23. What benefit do you attach to having principals, central 
administrators, etc. give presentations to interns on 
topics such as what has made their school (s; effective? 
(Circle one) 

Usually Occasionally Rarely Never 

beneficial beneficial beneficial beneficial 



24. List any suggestions you have for improving the courses 
"The Effective School Leader: Managing Productive 
Schools. ** 



25. What are your suggestions for improving the Administrative 
Internship? 



OCPS:OEAP:R&E: 90. 1.24:0 



Survey of Principals Serving as Mentors to Project LEAD 

Aaministrative Internships 



Year (8) of Participation as Mentor Principal: 



How many years have you worked as a principal in DCPS7 



Have you served in any other administrative roles during 
your tenure with DCPS? (Circle one) 

Yes No 
ZSS' identify the specific administrative capacity 



What administrative/management training experiences have 
you pursued (and what year)? (e.g., DCPS Management 
Institute, Educational Policy Fellowship Program, etc.) 



Rank the top three items (a rank of "1" is "high") in 
terms of their importance in your decision to participate 
as a Mentor in the Administrative Internship eseperience: 

Recommendation of 

JSAOther administrator 

Desire to be involved in 

mentoring experience 

Desire to share your experiences/ 

knowledge with aspiring 
principals 

Opportunity for professional 

development 

Opportunity to extend/expand 

beyond the school building 
routine 

Other (Specify) 
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6, In terms of your participation as a Mentor in the 

Administrative Internship program, rank, in order of 
inmortance, the experiences that XS^ oelieve had the 
greatest impact on the prof ess ionaldevelopment of your 
internes) . 

Staff /prof ess ional development 
experience 

Mentor-internship experience 

Opportunity to experience/learn 

the operations of different 
administrative work settings 



Graduate course-work 

Participation in policy-making 
sessions with high level 
administrators/Board of Education 
members 

Overall internship experience 
Networking 

Varied with the skills of the 
intern, but generally consisted 
of 



Other (Specify) 



7. Rank the four (4) greatest benefits ("1" indicates 
"greatest benefit^ ol thiT Administrative Internship 

experience: , , ^ ^ , . 

Administrative training 

Administrative placement 

following LEAD internship 

Return to the classroom after 

participating in LEAD 

Amount of graduate credit earned 



o 
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Length of the internship program 



Continuation of regular salary 
during the internship year 

School site placesient 

Opportunity to interact with high 
level policy-siakers 

Opportunity to learn the 
operations of various DCPS 
administrative units 

Other (Specify) 



Rank the four (4) greatest weaknesses ("l" is "greatest 
weakness") of the Administrative Internship experience: 

Administrative training 

Lack of an administrative 

placement following LEAD 
internship 

Return to the classroom after 

participating in LEAD 

Amount of graduate credit earned 

Length of the internship program 

Continuation of regular salary 

during the internship year 

School site placement 

Lack of opportunity to interact 

with high level policymakers 

Lack of opportunity to learn the 

operations of various DCPS 
administrative units 

Other (Specify) 



9. Do you believe that the amount of time allocated £or the 
Administrative Internship was: (Circle one) 



Too much Adequate Too little 



10. Prom the times listed belowr rank the one time period that, 
you believe is the minimum^ amount of time that potential 
principal candidates should be spent in the Administrative 
Internship: 

One semester 



Two semesters 



Twelve months 



Other (Specify) 



11. What benefit do you attach to having principals, central 
administrators, etc. give presentations to interns on 
topics such as what has made their school (s) effective? 
(Circle one) 

Usually Occasionally Rarely Never 

beneficial beneficial beneficial beneficial 



12. What are your suggestions for improving the Administrative 
Internship programs 

For mentor principals? 



For Administrative Interns? 



13. What training/development experiences does Project LEAD 
need to provide to Mentor Principals? 
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14. What rating would you assign to the following elements of 
the Administrative Internship prograsii 



Very J aewhat 

Effective Effective Ineffective N 



Preparation of 
mentor principals 
to guide interns 

Training provideJ 
to mentors by 
Project LEAD 

Interns' experience 
in a local school 

Courses provided 
for interns 



Training 
received 



interns 
on Fridays 



Intern assessment 
process 



what are your 
overall impressions 4 
of the Administrative 
Internship 

What are your 

overall impressions 4 

of Project LEAD 



3 
3 
3 
3 
3 



2 
2 
2 
2 



15. Please list additional comments about the Administrative 
Internship Program/Mentor Principal experience. 
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Survey of Project LEAD Emerging Leaders 
Program Participantet 



1. Year of Participation as an Emerging Leader: 



2. What position did you hold (and where) prior to 
participation in the Emerging Leaders Program? 



3. How many years have you worked as a teacher in DCPS? 



4. Bow many years did you work as a teacher in another school 
system? 



5. How many years have you worked as a counselor/support 
personnel in DCPS? 



6« How many years have you worked as an administrator in 
DCPS? 



7, What position do you presently hold in DCPS? 



EDUCATION/CERTIFICATION BACKGROUND 

8. When (what year) and where did you earn the B.A. degree? 



9. When (what year) and where did you earn the masters 
degree? 
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10. Were you working towards an advanced degree at the time 
you participated in the Emerging Leaders Program? 
(Circle one) 

Yes No 



If yes, what degree were you pursuing? 



11. How many graduate hours had you completed in educational 
administration prior to participating as an Emerging 
Leader? 



12. What administrative/management training experiences have 
you pursued (and when)? (e.g., OCPS Management 

Institute, Educational Policy Fellowship Program, etc.) 



13. In which educational areas are you certified? 



PREFERENCES/ATTITUDES 

14. Rank the top three items (a rank of "1" is "high") in 
terms of their importance in your decision to apply to 
participate in the Emerging Leaders Program: 

Recommendation of 

principal/administrator 

Enhanced opportunity to become 

an administrator/principal 

Improved salary potential 

Desire to have direct input into 

policy-making activities related 
to schools 

Opportunity for professional 

development 

Chance to move out of the 

classroom 
(Continued on next page) 
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other (Specify) 



15. In terms of your participation in the Emerging Leaders 
Program, rank, in order of importance, the experiences 
that had the greatest impact on your professional 
development. 

Staff/professional development 

experiences 



Learning specific 
style/practices 



management 



Participation in policy/decision- 
making simulation activities 

Overall Emerging Leader Program 
experience 



Networking 
Other (Specify) 



16. Rank the four (4 
"greatest 
experience: 



benefit") 



greatest benefits ("1" indicates 
of the Emerging Leaders Program 



Administrative training 

Administrative placement 
following Emerging Leaders 
Program experience 

Return to the classroom after 
participating in Emerging Leaders 

Specific seminar/workshop 
activities 

Oppor tunity to set goals/consider 
future prospects 

Enabled participation in 
Administrative Internship Program 

End of year retreat 



(Continued on next page) 
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other (Specify) 



17. Rank the four (4) greatest weaknesses ("1" is "greatest 
weakness") of the LEAD program experience: 

Administrative training 

Administrative placement 

foil'* ing Emerging Leaders 
Pro^ im experience 

Return to the classroom after 

participating inEmerging Leaders 

Specific semi nar /workshop 

activities 

Opportunity to set goals/consider 

future prospects 

End of year retreat 

Participation in Administrative 

Internship Program 

Other (Specify) 



18. Do you believe that the amount of time allocated for the 
Emerging Leaders program was: (Circle one) 

Too much Adequate Too little 



19. From the times listed belowr rank the one time period that 
you believe is the minimum amount of time that one should 
be involved in the Emerging Leaders Program: 

One semester 

Two semesters 

Twelve months 

Other (Specify) 



20. Evaluate the overall effectiveness of the Emerging Leaders 
Program modules. (Circle one number per module on the 

next page) 
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Very Somewhat 

effective effective Ineffective 



Essentials of 

Leadership: Vision 3 2 1 

Basic Tools of 

Leaderships 3 2 1 

Communication 

Measurement of 

Leadership: 3 2 1 

Assessment 

Issues Related 

to Leadership: 3 2 1 

Knowledge 



21. Hhat two elements of the Emerging Leaders Program do you 
believe benefited you the most? (List below) 



22. What two elements of the Emerging Leaders Program do you 
believe least Denefited you? (List below) 



23. List any suggestions you have for improving the Emerging 
Leaders Program. 
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24. Should participation in the Emerging Leaders Program be 
a prerequisite to holding an Administrative Internship? 

(Circle one) Yes No Not Sure 

Why? 
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